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BASIC PROPOSALS
@ SENIOR EXECUTIVE SERVICE
- 'FORWARD

The Office of Personnel Task Group established to design' and develop
a Senior Executive Service for the Agency has completed a detailed study
‘of the data available 6n the Civil Service Reform Act's Senior Executive
Service. This study encompassed the statutory provisions of the Act,
interpretative materials and guidances developed by the Office of
Persormel Management and a review of the approaches, methodologies
and processes developed by a number of other Federal agencies for
implementation of the SES in their organizationms.

The Task Group has concentrated on the development of an initial
set of baéic proposals on the fundamental architecture, principles, and
primary sub-system structures for an Agency system which will provide
the framework for the establishment of the &B% Senior Executive Service -
opei'ating program.

These initial proposals were developed on the basis of the following
premises:

a. that the Agency's overall system should be constructed
along the general lines of the Federal Senior Executive
Service but with adaptations as appropriate to better
serve the particular needs of the Agency in accom-
plishing its missions;

b. that the start-up structure and substance of the

Agency system should be as ''simple' as practicable

1
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yet provides coverage for all basic programmatic elements"
essential to a viable operating system. Modification to
the initial program may be required or desirable in the
future as the system becomes fully operational;
c. that a basic compensation sub-system patterned after
President Carter's published SES Salary range (e.g., ~
Executive Scale I through Executive Scale VI) be
established even though there are current indications
that Congress may not 1ift the current limitation on . Q§§
~ executive level salaries for fiscal year 1980; QL{
d. that in anticipation that Congress may not lift the cg
current salary limitation, the Agency's SES performance
award sub-system provide substantial monetary awards in
recognition of and as incentives for excellence of
performance; and
e. that the policies and provisions of the S fully ¢/
applicable to all organizational elements of both the : %%;gi
Central Intelligence Agency and the Intelligence Communltj
Staff (RMS and CTS) with each managed and administered under
separate but parallel systems.
To facilitate the review and consideration of the Task Group's initial
proposals, they are presented in a section by section topical seduence '
with clarifying commentary as appropriate. Where certain topics offer
optional approaches, such options are presented with recommendations and -

rationale for the preferred option indicated.

2
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SECTION I
'FUNDAMENTAL PROPOSALS

1. TOPICS: Name of the System; Statutory Authority; and Rationale

for Establishing a Senior Executive Service System in .

A, Name of the System

Proposal: The Agency system shall be called the "Gl
“Senior Intelligence Service. ('S/S)

B. Statutory Authority for the @R Senior Intelligence Service

Proposal:. The legal authority for the DCI to establish a

4R Senior Intelligence Servicé is contained in

| Title 50, U.S.C.A., Section "l 42J5a_ -%:j.
C. Rationale for Establishing & Senior Intelligence Service

Proposal: CIA's exemption from the Civil Service Reform Act's
Senior Executive Service was based upon Congressional
recognition of the unique duties, responsibilities
and authorities of the Director of Central
Intelligence as defined in Title 50, U.S.C.A.,
Section M <sda - #zu:j.

The principles and concepts of the Reform Act's
Senior Executive Service provisions, however, are
essentially sound. Adaptation by the Agency of
these principles offers excellent prospects for

improving the effectiveness of the’Agency's

3
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JEBERR/ nanagement system particularly the
linkage of job performance evaluations to determina-
tions of basic salaries and opportunities for

additional performance compensation based on

excellence.

'COMMENTARY ;

The above proposals are:

( ) APPROVED ( ) DISAPPROVED

Deputy Director ot Central Intelligence Date
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2. TOPIC: Scope of the-#8& Senior Intelligence Service System

Proposal: The @R SIS is conceived to be a total personnel
system for the management of all CHr~{imeluding
2 " StefianieColioctionTacks
Sseﬁﬂ-eigsw level positions (GS-16 and
equivalen:c SPS through EP-IV), authorized ceiling
and Wim level personnel. All currently
designated grades GS-16 and equivalent SPS through
EP-IV positions and persomnel are recommended to be
redesignated with Senior Intelligence Service (SIS)
identifiers SIS-I through SIS-VI as appropriate to
distinguish between levels of managerial and/or

substantive responsibility.

COMMENTARY :

- The Federal Senior Executive Service under the Civil Service
Reform Act of 1978 includes only managerial persomnel and positions
with senior non-managerial specialist/analyst persomnel and positions
retained under the current supergrade (GS 16-18) system. Agencies
covered under the Civil Service Reform Act must ,therefore) maintain two
separate executivé level personnel management systems, each with
distinct and different sets of policies, principles énd procedures.

The essential principle of the Reform Act's Senior Executive

Service is to relate directly compensation of the individual to the

relative level of work requirements levied on the individual and the

5
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quality of performance by the individual in carrying out his or her
assigned responsibilities.

The Task Group believes this basic principle is applicable to all
senior level personnel whether they be managers or non-managérs and

recommends their inclusion in the €& Senior Intelligence Service.

The above proposal is:
¢ ) APPROVED ( ) DISAPPROVED

Deputy Director of Central Intelligence Date
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SECTION II

- PURPOSES AND PRINCIPLES OF THE &&i
" SENIOR INTELLTGENCE SERVICE

1. TOPIC: Purposes of the-e%& SIS
Proposal: a. To ensure that &kibs senior officer management is of
the highest quality and fully responsive to the
needs, policies, and goals of the Nation.

b. To provide the Director of Central Intelligence
with a centralized mechanism through which to
develop equitable personnel management policies
for the-Ageasyts senior officers and to direct
and monitor their implementation and enforcement.

c. To develop and maintain a highly motivated and
competent group of individuals capable of filling
the senior level positions ed=e®s and to provide
the type of quality performance needed for the
continued success of the Agency in fulfilling
its missions and functions.

d. To provide for a compensation system including
salaries, benefits and incentives and for other
conditions of employment designed to attract
and retain highly competent senior officers.

e. To ensure the systematic development of highly
competent candidates for entry into the €&& SIS
and the continuing development of personﬁel
already members of the && SIS.

: 7 A
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f. To provide for the prompt removal from the SIS,
those officers who are not performing to

established standards.

QOMMENTARY :

None.

2. TOPIC: Principles of the €& SIS
Proposal: a. The & SIS will be operated in conformance with
the merit principles as contained in Agency
regulations.

b. The anmual compensation awards system for Agency
senior level personnel (those currently in grades
GS-16 and equivalent SPS through Executive Pay
Level IV) will be based on merit that is directly
related to an evaluation of actual performance on
the job measured against established criteria and
standards of performance. This is to be done with
due recognition of progressively more difficult
levels of organizational and/or substantive
responsibilities.

c. Senior officers are accountable and responsible
for the effectiveness and productivity of
employees under their supervision.

d. Exceptional accomplishment will be recognized

with timely and tangible performance awards.

8 .
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e. The regulations, policies and plans relative to °
equal opportunity and affirmative action will
apply to all aspects of the &&& SIS including
appointments, reassignment, training and develop-
ment, evaluation, compensation and awards.
Individuals seeking entry into the &I SIS will be
considered with full regard that the factors of
race, color, sex, religion, age, national origin,
political affiliation, marital status, physical
impairment or any other non-meritorious factors
will not adversely effect their consideration for

entry mto the Senior Intelligence Service .w L,;.t

‘-fr.a(j_ Q2. nJalinl :szdv_ e

COMMENTARY :

None.

The above proposals are:
( ) APPROVED ( ) DISAPPROVED

Deputy Director of Central Intelligence Date
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SECTION III
' 'SUB-SYSTEMS OF THE &3 SIS

The Task Group has identified eleven sub-system structures basic
to the establishment and implementation of the operating programs of
the &b SIS; The general content, basic policies, principles and/or
.structures of these sub-systems are presented for consideration and
approval. Approval of these basic proposals (and/or modifications as
required) will permit the Task Group to proceed with the development
of the necessary detéiled proposals on the processes and procedures
of how each sub-system will function. These sub-systems are:

Sub-System 1 - Management Structure
. Sub-System 2

. The SIS Membership System

SIS Ceiling and Position Management
Controls

Sub-System 3

Sub-System 4 - i The SIS Performance Appraisal System

Sub-System 5 - Funding, Compensation and Awards
Sub-System 6 - Competitive Promotions
Sub-System 7 - Senior Intelligence Officer Development
Sub-System 8 - Adverse and Other Administrative

- Actions
Sub-System 9 - Evaluation of the SIS System
Sub-System 10 - Initial Publicity and Orientation
Sub-System 11 - Regulations and Procedural Guides

10
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'SUB-SYSTEM 1
" MANAGEMENT STRUCTURE

Sub-System Content

This sub-system provides the mechanism through which the DCI/DDCI
will direct and manage the %Senior Intelligence Service.
The Task Group proposes that the SIS operate under the command

direction of the DCI/DDCI with the advice and as_sistance of the Director

) SdpporT
of Personnel (who will establish a new Office of Personnel staff, element

specifically dedicated to staff suppbrt for the SIS system) and a Srwsore
ZrnrelliGerce ServICE t91>wsoz7 Staff (Sisas).
Rexformamee—Revren~Committee—(RRE) .

In addition, Senior Resources Boards are recommended to be

He " Service
established in the—87/BP€¥, each of the DirectoratesSereer—Sesmsices and

the ICS (RMS and CTS).

In general terms, the Director of Personnel's responsibilities

will deal with matters of policy, procedures and monitoring of the SIS
SISAS Proacearmmatic

while the PRE will deal primarily with indias

19Suss AND pProBLEM Rrefs

-

The Senior Resources Boards in the ©/8B&E—the Directorates,

Gareer—Semsiees and the ICS are to be the "operating' arms of the SIS.

Functionally, the DCI/DDCI will administer directly the exeewtire

personnel management program for SIS-5 (currently EP-V) and SIS-6
Anpe tertam AspecTs Of SIS-4 Bfficez MANREEHET,
(currently EP-IV) level officersn. < 3

Senior Resources Boards established in the Career Services will

administer the SIS-3 (currently GS-17) and SIS-2 and 1 (currently GS-16)
W ANb CHARMAL _E” SeRUice will AbrinsteR
in their respective areas( More specifically: \{he Personnal pANAGE MENT
6f Sis-4 (GS-I?) AnD
11 Heose Aspects of Sis-¢

MARAGEMENT TreScz boed
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The Director of Personnelfwill provide advice and recommendations

A. Director of Personnel .'.UJ'('

to the DDCI on such matters as:

1. The formulation of Agency policy and uniform standards
for the Gk SIS system. _

2. Utilization of &% SIS positions.

3. In collaboration with the Comptroller, the allocation of
SIS ceiling allowances to Career Services.

4. In collaboration with the Comptroller, determination of
monetary resources available for performance awards and
"rank'' stipends and development of guidelines for their
distribution to the major components of the Agency.

S. Review performance appraisals and other documentation submitted
with recommendations for performance awards and rank stipends
NEW by the Deputy Directors and the Chairman of the "E" Service
and submit prioritized recommendations to the DDCI for approval
(see Sub-System 5, pages 44-46 for more specific exanples).

NEW 6. Provide centralized review, recommendations and support to the
DDCI on promotion recommendations into and within the SIS
levels as submitted by the Heads of Career.

‘ 7. Evaluate adverse action requests on SIS officers such as
NEW v removal from SIS and termination of employment, and make
o recommendations to the DCI/DDCI.

8. Evaluation (by the Office of Persommel's Personnel Management
FORMER 5 Evaluation Staff) of the SIS operating program (including the
Agency-wide SIS Development Program) as carried out by the
Career Services and component managers to ensure Agency-wide
equity and conformity with Agency SIS policies and standards.

PR ——

B. Senior Intelligence Service Advisory Staff (SISAS)

The SISAS will consist of the DDCI (as Chairman), the four
Directorate Deputy Directors, the Chairman of the "E" Career Service, the
Comptroller and the Director of Personnel. The Chief of the Director of
Personnel's SIS Support Staff will serve as Executive Secretary.

12
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The SISAS will serve as an advisozjy body to the

DCI/DDCI on programmatic issues and problem areas.

C. Director of Personnel's SIS Support Staff

The SIS Support Staff is recommended, initially; to consist of a

~ Chief, two personnel officers and one persomnel assistant/secretary to assist
and support the Director of Personnel in carrying out the immediate functions
and responsibilities required in the ''start-up' phase of the institution of

REWRITTEN } the SIS system. Appropriate augmentation of this staff will be required in the
near future and as necessary to assist the Director of Personnel in carrying out

his responsibilities as stated in (A) above and to advise and assist the
DDCI, SISAS and the Senior Resources Boards on SIS matters. -

Senior Resources Boards

(GS-18) 1level officers in accordance with po

13
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Xrectives and uniform criteria and standards as
presyribed by the DCI. The Development Program wil
include e continuing professional development6f

. grade SIS-4%\(GS-18) members and identificatin and
development thr%ygh the Agency's Career, rﬁces of a
pool of selected SX-3 (GS-17) offigérs as potential
future candidétes for WS-4 (GS 18) level assignments.
Conduct an amual review Cfgberformance appraisals
completed on SIS-4 (GS-J8) 1ed ¢l members who have been
identified for profgfsional develdpment.
Conduct, at leggft annually, compara e value ranki,ngs'
of SIS-4 (G9¥18) officers and approve peXformance
awards #Or the previous years.

f ~ Recgfimend to the DCI, as requested, candidates XRr

. 4&dvancement to,SIS-5 (EP-V) level.
D. \Auux/o Keasenees ' Boanslos

_d Wl hd bt hel 1
e e AT A2 " QR LT g vy & 2 g e oo gy ooy > p o

Biweetovate—tove: Senior Resources Boards are advisory to
) U CAtreans $f a7 E * Sunier anal iracters of RMS Avd 75
the Deputy DirectorsAand each will consist of a chairman and senior
Career Se_rvi'ce officers who are members of the SIS. Primary functions

are to: e om T o T .

o Establish systematized Development Programs for SIS-l,
2, and 3 (GS-16 and 17) level officers in conformance
with Agency policy directives and uniform criteria
and standards as prescribed by the DCI. These
Development Programs will provide for the selection

and plammed development through selective assigmments

14
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and training of promising candidates from the grade

GS 13-15 "feeder groups" for future entry into the

CIA SIS and the continuing professional development

of SIS members through level SIS-3 (GS-17). Those

SIS-3 level (GS-17) officers identified as having

high potential for SIS-4 (GS-18) level will be pro-

vided developmental eXperiences (assignments and

training) as prescribed by the O/DDCI Senior Resources

Board.

Conduct an amnual review of all performance appraisals
completed by componzer’:i\ supM‘e‘Lylsors &ES -1, 2, and 3 s )
level (GS-16 and 17) membersAass gned in the

Directorates and the supervisory recommendations for

their upcoming year perfomance and rank stipend awards. /“

M
Submit results of e Teviews ‘and recommendations to g W(ﬂ -
QLAM ‘LL..." E “ M )
the Head of the Directorate who upon review and approval '

will forward to th?ﬁeﬁ;%mm&u—wq;?
Conduct at least annually, comparative value rankings

of SIS-1, 2, and 3 level (GS-16 and 17) members of

their réspective Career Services by grade level group

using Agency-Wide wniform criteria and DDCI approved

special Career Service-related criteria as a basis

for these comparative rankings.

Conduct at least annually, competitive merit promotion

SIS @

using wniform Agency-wide promotion

exercises, A

15
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criteria and standards (and any special Career Service

criteria and standards as approved by the DDCI).

OOMMENTARY

The SIS managexﬁent system described above is designed to utilize,

a5 aqppropriate’ Jumsdictroval
initially, the existing major organizational and, Career ServiceAauthority'

structures and methodological concepts as much as possible, with-the

—Commttoodr The Biveeterate—tevel Senior Resources Boards will be
given the responsibility for the review, endorsement and processing of
performance awards and rank stipends recommended for any SIS menmber

assigned within the Directorate's organizational elements, regardless

Pt

of the member's Career Service affiliation.
| As with all parts of the SIS, these prt;posals are designed to
support the initial start-up phase of the system. Further refinements
can best be developed in an actual operational environment and system
management must be flexible enough to accept changes.
Although only the very briefest statement is made on the SIS
Support Staff, its importance in the scheme of things cannot be
overstated. It is envisioned, much as a Congressional Staff, as the
researchers, implementors and the shadow force which provides
_continuity among the various SIS elements and the gas which keeps it

running. It is difficult to say, at this time, what its ultimate

staffing make up should be.

16
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The above proposals are:

( ) APPROVED ( ) DISAPPROVED

Deputy Director of Central Intelligence Date

17
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SUB-SYSTEM 2

THE SIS MEMBERSHIP SYSTEM

Sub-System Content

This sub-system would cover basic policies, principles and the related
procedures applicable to membership in the SIS for "on board' eligible
persomnel and for those cfficers who are accepted into the SIS subsequent
to the 1n1t1al date of implementation of the SIS system.

The Task Group proposes that the following basic p011c1ms and principles
‘be established (procedures would be subsequently developed on the basis of
these pol*c1°s and principles):
“ A. All individuals who are "on board" on the initial date of implementation
§§3 of the SIS system and hold SG rank, SPS rank and those 2t EP-V and
EP-IV levels will be offered "conversion' membership in tiﬂ SIS,
Acceptance of such conversion membership shall not cancel, alter nor
curtail any administrative or other actions affecting such members
_ that were in effect or in process at the time of conversion
——
B. lWhile it is hoped that all such eligible officers will elect nc1ler
ship in the SIb those who do not u111 init¥ally be allowed to remain
, __,Ibgg__present position and e ey will retain their current G3,
SPS or EP status and grdde. In the cvent that the DCI/DDCI det\rmlnkg

S§§ EHEE‘EH‘STS‘@ESIganéa’ﬁbs1t10n occupied by an officer who declined
N

REWRIT

NEW

menbership in the SIS is needed to accommodate an SIS member or other

utilization within the SIS program, the non-SIS encumbent must vacate

the position and will be eligible for consideration for reassigrment

to a General Schedule (&S) de51nna ed position for which it is determinec
N that they are qualified. Such acticn will include DCI/DDCI decision on

grade and/or salary retention or reduction which will be administered
Eg\ in accordance with the policies and provisions contained in Agency

Regulations.

In addition, eligible officers who decline membership will not be
eligible for:

(<]

Fromotion above their attained grade level when they declined
membership in the SIS.

Performance awards designated for SIS members.
Annual leave accruals and sabbaticals authorized for SIS manbers.

® Reassigmment to an SIS designated position.

S —————

C. Those currently eligible officers who elect membership in the SIS
FOR.ER B will not be subject to any additional tridl period.
D. In no instance will eligible officers who accept menhership in the
FORMER C SIS lose capensation or benefits in the tryansiticn.
P

8
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E X, After the dateds

owebase, those officers who are accepted into the s M\w\?,
. o
& SIS will be subject to a one-year trial period —

where their performance will be evaluated. Less

than fully satlsfactory perd: crmanceéaa-asp-a-g-]-ye (»L.x w
Eadustion Mﬁ W

trial period wil req ire administrat¥ve actlon and

decision including possible reduction to grade CS-15

level or separation from Agency employment if warranted.

F Y. Officers initially selected for SIS membership will
be converted to an appropriate SIS annual pay rate
which is at least equal to their annual salary rate
payable on the date immediately prior to the imple-
mentation of the SIS. (The proposed conversion rates
are contained in the Task Growp's proposals in the
"Funding, Compensation and Awards Sub-System'' section
of this paper.)

C—;\\, An appropriate SIS membership document (terms, condi-
tions, rights and obligations) will be designed for
acceptance and execution by each SIS member and
certification by the & SIS management authority.

COMMENTARY

None.

The above proposals are:

() APPROVED ( ) DISAPPROVED

Deputy Director of Contral Intellipgence Dzte

19
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SUB-SYTEM 3
SIS CEILING AND POSITION MANAGEMENT CONTROLS

Sub-System Content

This sub-system will cover policies, principles and procedures
relative to: the management and administration of SIS ceiling allowances
and their allocation and distribution within CIA and ICS; establishing

levels of responsibility MSIS positions and;

distinCtions e
position management and controls.
The Task Group has developed proposals for this sub-system relative

to basic policies and principles

a1

in order to proceed with the further develop-
ment of this important sub-system. These proposals are as follows:

A, Management of 4= SIS Ceiling Allowances

1. As of the date of implementation of the €&% SIS, the
number of SIS ceiling allowances will equate to the
number of SG, SPS and EP-V and EP-IV allowances
currently authorized for CIA and ICS.

2. The initial distribution of SIS ceiling allowaﬁces to
the Career Services and ICS will be the same as
currently allocated.

3. Subsequent adjustments to the distribution of ceiling
allowances will be approved by the DDCI.

4. Uniform procedures will be developed which prescribe
the methodology and substance for the submission of

requests for increases in SIS ceiling allocations.

20
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COMMENTARY

The total number of SG, SPS and EP-V and EP-IV ceiling allowances
currently approved for CIA and ICS appear adequate for the SIS.

Any increase in such ceiling will require justification to OMB and
the Congressional Oversight Committees. At such a time as it is
determined by the DCI/DDCI that additional ceiling is required, such

requests can be presented.

The above proposals are:

( ) APPROVED () DISAPPROVED

Deputy Director of Central Inteiligence Date
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SIS Position Management and Controls

Q@ﬁﬁ fowadéoaw Zylerzol irdiad

e Telative to theAestablishment

of total SIS positions on the Agency Tables of Organization, s

M;éfu«.p (pAdpsaza/t '

As of the date of implementation of the ﬁv

d . ;0
all positions currently classifledﬂat the GS- fzg j Z

17 and 18 levels, all SPS positions, and all EP-V

and EP-IV positions wewss be recdesignated as SIS

positions.

jon IT

the date of implementation of tha

Gtely 26 -- would revert to GS-15 leveN

COMMENTARY
Sropseal

A®ptrer—trepresents the present policy whereby any position that
is audited and adjudicated at the SG or SPS level is put on the books
at the classified grade level.

The external limitations imposed by OMB as to the number of SG

or SPS officers that can be employed at thesc levels is an encumbent
control and is not relative to the adjudicated evaluation of total

positions.

22
Approved For Release 2005/12/23 : CIA-RDP83-00156R000600020060-4




Approved For Release 2005/12/23 : CIA-RDP83-00156R000600020060-4

The present policyAprovides a degree of flexibility to the
component managers to elect which positions can be filled by SG or SPS
officers at any point in time. The integrity of classification

concepts to adjudicate positions at their appropriate grade is preserved

under current policy.

misclassificatiowdT positions to a lower grade sinmelecause they

not be accommodated under external ceiling restricticus,
In previous issues with both OMB and Congressional Committees
regarding defense of the number of SG ceiling allocated to CIA, the
fact that OP/PMCD had audited and classified more SG positions on the
Tables of Organization than our allocated ceiling could accommodate
was an important factor in defending retention of our current allocations.

**I the transition

to the SIS system. =+ ; re at least, does not

Tar to offer sufficient advantages to warrant a policCy Chanpe

The above proposals are:

( ) APPROVED ( ) DISAPPROVED

Deputy Director of Central Intelligence Date
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C. Establishing Pay Level Distinctions Between SIS Positicns

The Civil Service Reform Act does not require the use of
position classification techniques to establish different levels for
SES positions. Conventional position classification, however, is
required for the adjudication of non-managerial SG jobs.

Under OPM guidances/instructions to agencies covered under
the Civil Service Reform Act, differentiation between levels of
executive/managerial positionsis required. While not prohibiting
formal classification of SES positions, OFM proposes that differentiation
be controlled by position analysis and the development of specific
ﬁqualification standards'' that SES members must meet to be selected
fbr assignment to a specific SES position.

- These qualification standards will establish the distinctions
between levels of responsibility and performance demands through their
application to proposed encumbents for a position rather than position
standards per se. This approach fixes responsibility with component
managers to develop and apply definitive qualification standards to
determine which of the six Executive Schedule levels (e.g., ES-1
through ES-6) a position encumbent should be paid to ensure that the
individual is neither overpaid nor underpaid relative to their respective

responsibilities.

COMMENTARY
While the OPM approach warrants consideration and)if stringently
administereq)would provide the required distinctions between levels of

responsibility, consideration of other approaches vhereby SIS positicns

' 24
Approved For Release 2005/12/23 : CIA-RDP83-00156R000600020060-4




* ‘ i Approved For Release 2005/12/23 : CIA-RDP83-00156R000600020060-4

would be adjudicated on their own merits through modified position
classification techniques may be a more effective approach.
The Task Group has explored several SIS position level patterns o.u(.hu?u/

' that‘zzﬁzg?be applied within the constraints of the Preside%tial
' ¥7, 88
Executive Schedule salary level schedule (e.g., ES-1, gL&,i:&éZthrough

Er;: »drgélso\o

but find each of these schedules present inappropriate
overlaps becuuse of théisevere compression of the Executive Schedule
salary range.

The Task Group proposes that in order to provide for the initial
conversicn of the existing SG, SPS and EP-V and EP-IV position structure
to the SIS structurc) & an interim schedule be implemented to
directly convert, without further audit, all current eligible senior
level positions in accord with the position conversion table presented
in the attachment.

The Task Group further recommends that studies be continued on
this subject by the Office of Personnel to explore the practicability
of developing other options for establishing distinctions between the

levels of SIS positions.

The above proposals are:

( ) APPROVED ( ) DISAPPROVED

Deputy Director of Central Intelligence Date
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PROPOSED INITIAL POSITION CONVERSION TABLE

FROM TO
FUNCTIONAL LEVEL CURRENT POSTTION LEVEL SIS POSITION LLVEL
Deputy Directors EP-IV SIS-6
Associate Deputy Directors EP-V SIS-5.
Senior Staff Specialists
Senior Office Heads
Office Chiefs GS-18 SI1S-4

DDO Division Chiefs
Senior Group and Staff Chiefs

Senior Analysts, Senior Operations Officers &
SPS-9's

Deputy Office Chiefs GS-17 and 'High Point" SIS-3

Senior Analysts, Senior Operations Officers GS-16's and SPS Equiva-

SPS Equivalents lent

A1l other managers All other GS-16's and SIS-2

Senior Analysts, Senior Operations Officers SPS Equivalent Based on or

Staff Chiefs ' Relative Strength of SIS-1

SPS Equivalents the Position
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SUB-SYSTEM 4
THE SIS PERFORMANCE APPRAISAL SYSTEM

Sub-System Content

The Performance Appraisal Sub-System is probably the most important
element of the SIS system in that it will provide the mechanism for
determination of compensation for all SIS members on the basis of the
objective evaluation of executive performance against specific organiza-
tional and individual objectives agreed upon and assigned at the
beginning of the annual evaluation period. The performance appraisal
will also be a key element for promotion, employee development,
assignfnent, retention and other administrative actions.

The Task Group proposes the following basic policies, principles
and procedures:

A, General Policies and Procedures

1. The performance of all members of the «sie SIS will
be evaluated on an annual basis (with special reports
as otherwise required) in accordance with published
schedules for the cémpletion of such evaluations.

2. The e SIS Performance Appraisal System will utilize
the standard performance appraisal format (Form 45)
including the Advance lWork Plan developed for the
performance evaluation of all Agency employees. In
addition to the general policies and principles
applicable to the Agency's wniform performance

appraisal system, any specific policies, principles,

27 |
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(92 ]

standards and procedures established for the & SIS
Performance Appraisal System will be followed in the

evaluation of SIS members. Any such spec1al/ans ructions
adauaa;,vf JA7£4~..41

e e of SIS

members will be provided in & supplemental instruction:
ehees t0 be added to the standard Form 45 guidance
material.

All completed Performance Appraisal Reports will be
forwarded by the rating supervisor together with a separate
recommendation for compensation awards for each rated

individual through the revicwing officer to their

—_—r

Beeeigmemsinen. Scnior Resources Board.
M%Mﬁﬂb"f ”W

The Deputy Directorsp with the advice“of their Senior
Resources Boards, will forward the SIS Performance

Appraisal Reports and recommendations for compensation
determinations for each SIS member to the

iw Coruaslidati, ‘Plparslise .

for, zewien andAapproval.

Rated individuals are not to be informed as to whether or

not they are being recommended for performance/rank awards.

B. Specific Policies and Procedures

- 1.

~ Standards of Performarice, Performarnce Evaluation Ratings
and Their Relationship to Cenpensation

(a) The overall performance rating and individual duty
ratings on the annual Performance Appraisal Peport
(PAR) and their relationship to any established
criteria and standards of performance (which nmust be
described, -understeod and agreed upon in the Advince

Work Plan) will provide the basis for determination
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of the rated individual's eligibility to be
recommended for performance awards and/or rank
stipends.

(b) An overall performance evaluation rating of level 5,
6 or 7 and individual duties evaluated at no less
than level 5, will qualify an SIS member for con-
sideration of a performance award.

(c) An overall performance evaluation rating of level 4
will eliminate the individual for consideration for
any performance awards.

(d) An overall performance evaluation of level 3 will only
assure the rated SIS member of retention of basic
annual salary level for the initial subsequent year
following a level 3 rating. SIS members in this

'category are required to be counselled by the Head of
the Career Service and must participate in a remedial
program developed by the Carcer Service to assist the
individual in overcoming any deficiencies in his or
her performance.

(e) Two successive annual overall performance ratings of
level 3 or a single annual overall performance rating

of level 2 or 1 require that the Heads of Career

iﬁsrvice refer the case to the
Lanmsiord v1th a recommendation for administrative

action (this can include retention in the SIS under

29
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closely observed probation for a definitive
period of time; removal from the SIS and

reduction to GS-15 level status and compensa-

tign; or termination from employment). The

kg rccomiend to the DDCI the administrative
action to be taken.

2. Addendunm to the Annual Work Plan for & SIS Members

In addition to completion of the Annual Work Plan at
the beginmning of each annual evaluation peried, a supplemental Statement
of Understanding will be executed by the SIS member and the rating
supervisor. This Statement of Understanding will inform the SIS member
of the specific pclicies of the «smdmSIS Performance Appraisal System as
regards established criteria and standards of performance and the
consequences of overall performance evaluation ratings on basic annual
salary, eligibility for performance awards, consideration for future

promotion ahd retention in the SIS and/or the Agency.

COMMENTARY

The concepts, structure and format of the new standard Agency
Performance Appraisal (PAR) System meets all of the edleseummsims
requisites of the SIS. As previously noted, any special ._instructions.
or guidances pertinent to SIS performance evaluations eseessebe included

in a supplemental instruction sheet added to the Form 45 guidance

material.

30
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The effectiveness of the PAR as the basis for compensation
determinations for SIS members will be totally dependent on the
objectivity of the rating officers who prepare the performance

appraisals and the subsequent actions of the final decision authority.

The above proposals are:

( ) APPROVED ( ) DISAPPROVED

Deputy Director of Central Intelligence Date
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SUB-SYSTEM 5
'FUNDING, COMPENSATION AND AWARDS

Sub-System Content

This sub-system, like the Performance Appraisal Sub-System, is a
key element in the SIS system and will provide the essential elements
driving the ultimate effectiveness of the SIS System at large.

The content of this sub-system will address the policies and
processes for: implementing the initial conversions of the saléries
of on-board eligibles for the SIS to the new executive schedule rates
(SIS rates in the proposed system); will establish the SIS basic
~awards and stipend schedules and; will lay out the criteria and
procedures for compensation determinations. ,

The Task Group proposes the following%uu y 273 ”M’uﬂ ”?UM:

A. Initial Conversions to the New Executive Schedule Rates

1. It is proposed that for purposes of effecting the
initial conversion of current annual salary rates
for SG, SPS and EP-V and IV officers, that the six
Executive Schedule Pay rates established by the
President for the SES be utilized. Such rates for
the CIA SIS will be designated as follows:

SIS-1 s 847,299

SIS-2 st 49,479
SIS-3 e 5/, /6%
SIS-4 GOt 52, 884
SIS-5 Sl 54, 66
SIS-6 Soios 54 500 o5x

32
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2. All current eligibles who elect membership in the
SIS will have their basic annual salary rate
converted to an appropriate SIS level upon
implementation of the SIS system.

3. Current eligibles converted to the SIS cannot
receive an annual salary less than that payable
at the time of conversion to an SIS rate.

B. Proposed Salary Conversion Schedule

Based upon the existing pay rates for .Supergrade,cd SPS axd. ERP
personnel and without regard to the existing statutormtations&
S blBupenmpoas a logical conversion table of SG,eme SPS keweis ard £ Livelo
(grade and step) to the new, albeit compressed Executlve Schedule

scale "M.,‘E:m‘d “LXX’“N walurfw.. "? D o m-l-l-y—arl-yb@ve-epﬁewm-

'7’796 A
conversion table shemee&d—be the minimum considered

33
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substantial salary increases for officers whose salaries have been
frozen at the $47,500 level beyond the increases inherent in the new
Executive Schedule rates, would permit conversion consonant with their

relative levels of current status and responsibilities.

Q]S conversion table would not provide any increase for..

otld range from §750 to $4,300.

Based upon the conve

lyen the grades and steps held by the existing staff (e,
as of 30 June 1979), only pell a7 3PS orficers would be paid at the

M ST5-1 rate and only 35 at the SIS-2 rate,

As is apparent, the Presidential SES rates are extremely
compressed and offer such limited flexibility that the end result will
be compression at the SIS-3 and SIS-4 rates. Over time, and assuming
the statutory ceiling on executive pay is lifted and Executive Schedule
rates for the SES are adjusted annually along with the GS schedule,
the compression should be reduced and eventually eliminated.

C. Funding and Cost Comparisons

_As of 30 June 1979, the Agency had a total of in

grades EP-IV, EP-V, SPS, and GS-16 through GS-18. The ICS has a total
of in these grades. Tab gpmvides details for both CIA

and ICS. The aggregate CIA annual direct payroll cost is

c
Tab ¥ provides more detailed data.
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In sum, conversion of the Agency's 30 June 1979 senior staff

who would constitute the SIS would result in increased anmnual payroll

costs of som ssuming the ES rates as’proposed by the
President to become effective 1 October 1979 are appzaxad by the
Congress). The actual increased annual base salary cost could be
greater if conversion is not made consistent with the proposed
conversion table (Tab«B). Increased costs will also accrue when all

IS

1 &+ allowances are filled and compensated at SIS rates.

In addition, performance awards and stipends will add to
the increased costs of the SIS. Such costs are addressed in the
following section.

D. Awards and 'Rank'" Stipends

1. General Proposals

(a) The Civil Service Reform Act establishes
a system of performance awards and rank-
stipends (e.g., Distinguished and Meritorious
Executives) for the Senior Executive Service,
which the Task Group proposes be adopted for
the €& SIS.

(b) The total number of performance awards may
not exceed 50% of the total mumber of SIS
ceiling. This limitation was instituted
in the Civil Service Reform Act to insure
selectively with only the strongest

performance warranting awards. In the Agency

35
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proper (i.e., not including the ICS) for example,

and assuming no change in the current

number of ceiling positions involved, 25X1

performance awards could be granted. The
number of rank stipends is limited (1% for

Distinguished Officers and 5% for Meritorious

Officers) and would amount to some in 25X1

the &+ SIS.

‘2. Specific Proposals

(a) Awards and Stipends
° Performance Awards - Renfermanco—awaids
F-E LS - B B SOOI TR A T L EELVEE R VY
ARt S L S b T W he S - P T EOTRARC oS

19 11

supersisons-. The Agency Performance Appraisal

Report (PAR) will be the primary basis for

determining eligibility for a performance

award. “ An SIS member who has received an .
4 io Contidired o Lo Rave wimad, on

overall evaluation offl5 or better and a & fretle, Ijad‘u

rating of no less than 5 on each individual G Lvaluats .

duty aé‘;‘;méed fm

award. Rating officers must recognize that

the number of performance awards is limited

to 50 percent of the total number ofs‘érg

positions and should recommend awards for

only the most deserving officers.

#mmmbu sarsol an 2
a,*f"“'/ d‘? Qmw‘{“
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Meritorious Officer Stipends - Meritorious Officer Awards

of $10,000 may be granted to SIS members for excellence

in the performance of their duties. To be eligible for a
Meritorious Officer Award, an SIS member must have an overall
PAR rating of 6 or better with ratings of at least 6 on all
individual duties. Rating officers should recognize that not
more than 5 percent of all SIS members may be granted a
Meritorious Officer Award and should recommend only those who
clearly deserve such recognition.

Distinguished Officer Stipends - A Distinguished Officer Award

of $20,000 may be granted to a limited number of SIS members

for atypical performance which is judged to be truly outstandin
To be eligible for a Distinguished Officer Award, an SIS
member must have an overall PAR rating of 7, ratings of 7 on

most individual duties, and a rating of no less than 6 on any

- individual duty. Such Awards may be granted to not more than
1 percent of the total SIS staff.

Awarding of Rank-Stipends - During any fiscal year, SIS members
may be granted either a Meritorious or a Distinguished Officer
Award. An officer awarded either a Meritorious or Distin-
guished Officer rank-stipend shall not be eligible to be
awarded that same rank during the following four fiscal years.

While eligibility of SIS members for nomination for a rank-
stipend at the end of an amnual performance appraisal period
requires performance evaluation ratings (overall and individual
duties) as cited above, performance evaluations over previous
years may be taken into account in support of such

nominations.

Sme——

® ' Performance Awards Schedule - The Task Group

explored several ways to establish "Performance

- 37
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Award Schedules' and proposes a program
offering three ''classes' of performance
awards based upon percentages of basic
ammual salary rates. This schedule is
presented in Tab -2- The "three class"
awards schedule permits granting cash
amounts substantial enough to provide
rewards and incentives for excellence of
performance and differentiation between
differing demands of similar positions.
Such inducements are particularly important
should Congress continue the current freeze
of executive pay.

° Awards Costs - Appresate-maimmenotentiat

5or purposes of discussion and until the Agency

has an experience factor on which to base future
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estimates, we suggest using an annual estimate
of awards costs of& million. This estimate
is based on the award/stipend profile attached
as Tab ;E

(b) Proposed System for Recommending Performance Awards

Following completion of all PAR's on SIS members for
which the rating officer is responsible, the rating
officer will determine which SIS officers should be
recommended for a performance award. While the PAR
will be the primary basis for determining eligibility
for an award, the rating officer must also take any
other DCI/DDCI approved criteria into consideration in
formulating and presenting recommendations for
performance awards and stipends.
Recommendations for performance awéi'ds, while based
on performance against assigned objectives
and the contributions made to the Agency and to
furthering its basic mission, must be made in con-
sideration of the limit on the mumber of such awards
which can be made (i.e., 50 percent of the number of
fohl authorized%spositions). Also, determination of
the Class of Award (A, B, or C) should be made in
recognition of the Agency-wide prescribed ceiling on
the number of awards in each class which can be
approved. ﬁmfor each Class of Award,
expressed as a percentage of the total awards which
can be granted, is summarized as in the folleowing

example (using only CIA proper figures):

Approved For Release 2005/1 2/53’:.((;[% REpP83-00156R000600020060-4
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Class A - 25 percent 25X1
Class B - 30 percent
Class C - 45 percent
Total
Based on a current ceiling of SIS positions, the 25X1

actual number of awards of each class which

be granted is shown parenthetiéally.

The process through which recommendations for awards
are made, reviewed, evaluated, and approved --
including responsibilities related thereto -- is

as follows:

° Supervisor

°® Prepares PAR_(s) on SIS member(s) under his/her
direct supervision, evaluating performance
against the agreed upon Advance Work Plan.

°® Determines whether performance during

the past year warrants a recommendation for a

performance award.

°® If a performance award is not considered
appropriate based on performance in relation
to other SIS members and recognizing the
limitation on the number of awards which |
can be granted, no further action is

Trequired.

40
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°® If a performance award is considered
" justified, a determination is made as to

whether a Class A (20 percent), Class B
(12 percent), or Class C (7 percent) award
should be recommended. This determination
should be based on the SIS member's overall
and individual duty performance and con-
tributions during the past year and in
consideration of the Agency ceiling on the‘
number of awards of each Class that can be
made annually.

°° The performance award recommendation(s)

will be forwarded to the PAR reviewing

official for endorsement to the senior

component operating official. If the

performance award is recommended for more

than one SIS member, the awards will be

prioritized7

® Reviewing Officer

-- Reviews the PAR.

-- Comments in each case on the recommendation
(or absence of a recommendation) by the Rating
Officer for a performance award, indicating
concurrence or nonconcurrence (and the reasons

therefore in the latter case) with the

: a1 .
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recommendation and if applicable on the
prioritization by the rating officer.

-~ Forwards the PAR(s) and recommendation(s)
to the senior operating official of the
component.

° Senior Operating Official

-- Reviews the recommendatibns for performance
awards for all SIS members assigned to the
component.

-- Comments on the appropriateness of the A
performance awards (including the class of
award) recommended by rating and reviewing
officers.

-- Prepares a prioritized listing of those SIS
members in the component for whom performance
awards are recommended. The list may not

. include more than 60 percent (with fractions
rounded to the next whole number) of the SIS
members assigﬁed to the component. The number
of Class A and Class B awards may not exceed
the Agency-prescribed ceiling for these two
classes (i.e., Class A - 25 percent, Class B -
‘30 percent).

-- Forwards the list of SIS members endorsed for
performance awards to the Biweeterate Senior

Resources Board.
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O O o TN e e

-~ Reviews the recommendations endorsed by
Operating Officials.

-- Comments on the appropriateness of performance
awards (including the class of award) endorsed
by Operating Officials. |

-- Prepares a list of SIS members recommended for
performance awards. The list may not include
more than 55 percent of the SIS members
assigned as of 1 October. The number of Class
A and Class B awards may not exceed the
Agency-prescribed ceilin. or these two classes

o the, bosio +f lga»-o-p.w..l,,
(i.e.,AClass A - 25 percent lass B - 30
percent). The total list need not be
prioritized, but the lower one-third should
be arranged in priority order with the most
deserving SIS member listed first.

-- Identifies those SIS members recommended for
performance awards who should also be
recommended for either a Meritorious or
Distinguished Officer Mard. Prepares formal
recommendations for such awards. The number
of recommendations for Meritorious Officer
Awards may not exceed 10 percent of the

number of performance awards endorsed by the

- 43
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Senior Resources Board. The number of
recommendations for Distinguished Officer
Awards is limited to two.
-- Forwards the list of those SIS members recom-
mended for performance awards, and for
Meritorious and Distinguished Officer Awards
to the Deputy Director of the Directorate ot Mwm
o_{t( ” "6”1':“
1 who after review and approval forwards to the ]
@u.l—ctauz /”M.im 7{ P t,M.:.,aa:f.av
o DICT q pproval .
Qireetdor (SIS dup,

o 3 dorp Stagf )

-- Reviews and evaluates recommendations endorsed

by the Directorates and submits weenselidated
and prioritized recommendations to the
DDCI/DCI for approval, as follows:

°° Performance Awards

-- Prepares a 1list of those SIS members
recommended for performance awards. The
number of such recommendations may not
exceed 50 percent of the authorized SIS
positions of record as of 1 October;
and the number of Class A and Class B
awards may not exceed 25 percent and
30 pércent respectively of the total

awards recommended. The total list

44
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need not be prioritized, but the lower

10 percent should be arranged in priority
order with the most deserving SIS member
listed first.

-- The list of SIS members recommended for
performance awards will be accompanied
by a second list which will include those
SIS members recommended for awards by

- the Directorates but which could not
be accommodated within the limitation
on the total number of awards that
can be authorized. The first half
of this second list will be arranged in
order of priority with the most deserving

SIS member listed first.

°® Meritorious Officer Stipends

-- Prepares a prioritized list of SIS members
recommended for Meritorious Officer
Awards. Additions to or deletions from
the similar lists submitted by the
Directorates will be explained. The
nunber of Meritorious Officer Awards
may not exceed 5 percent of the total
number of SIS members as of 1 October.

45, ...
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°° Distinguished Officer Stipeénds ~

-- Prepares a single prioritized list of
SIS members recommended by the
Directorates for Distinguished

+ Officer Awards. The number of
Distinguished Officer Awards may not
exceed 1 percent of the total number of
SIS members as of 1 October. Any SIS
member recommended but not approved for
a Distinguished Officer Award will be
given priority consideration for a
‘Meritorious Officer Award.

(c) Other Benefits ,ZE Mw 162-"1_0 , —

° Annual Leave - i 4
iii'ﬁhani- R IETe S 3~ Fz_-v-(-‘.nw'tn-nn._nf: ticryn.r:'::

pJ

~ o : 7 . 2 — [ < TS D) 1
o o e 2 s e 01 PRI UL Y % g vy TOCT T L S I VT I DO OO T IS T IS

W g ’ (The OGC has expressed concern that this benefit,
W . if approved, may have to be authorized under the
| contractual authority of the DCI.)
° Sabbaticals - Sabbaticals may be granted for up
to 11 months during any 10 year period. To be

v 46 ,
> 3-00156R000600020060-4
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eligible, SIS members must have 7 years of
service equivalent to the levels of duties and
responsibilities of positions in SIS (e.g.,
current SG, SPS, EP). Two yeérs of such service
must be in the SIS. Sabbaticals may not be
granted to SIS members if they are eligible for
voluntary retirement.

Travel and Moving Expenses - External applicants

under consideration for selection for ICS and
Agency employment at SIS levels will have their
travel expenses for interviews and processing
and related travel and moving expenses upon EOD
paid from Agéncy funds in accord with Agency
policies and regulations for these categories

of payments.

COMMENTARY
The proposals presented above for this sub-system would provide for

the initial implementation of the SIS system with minimal complications -

e
e

while providing a final réview and approval mechanism at the DCI/DDCI ~

level for all such awards within the Agency. Once experience is gained

with the operating program, modifications could be made to improve any

facet of this sub-system.
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The above proposals are:

( ) APPROVED ( ) DISAPPROVED

Deputy Director of Central Intelligence ) Date

, 48 .
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PROPOSED IMITIAL ENCUMBENT CONVERSION TABLE

FROM T0
Gs SPS
6S-16/1 - 5 SPS 1 - 2 SIS-1 $47,889
GS-16/6 - 9 SPS 3 - 4 SIS-2 $49,499
6s-17 SPS 5 - 8 . s15-3 §51,164
Gs-18 SPS 9 SIS-4 §52,884
EP-V , . sIss $54,662
EP-TV SIS-6 $56,500

Approved For Release 2005/12/23 : CIA-RDP83-00156R000600020060-4

47




25x1 Approved For Release 2005/12/23 : CIA-RDP83-00156R000600020060-4

Next 4 Page(s) In Document Exempt

Approved For Release 2005/12/23 : CIA-RDP83-00156R000600020060-4



Approved For Release 2005/12/23 : CIA-RDP83-00156R000600020060-4

SUB-SYSTEM 6

COMPETITIVE PROMOTION

Sub-System Content

This program element will cover the policies, principles and
procedures pertinent to promotions into and within the SIS.
PROPOSALS :

1. Amnual Promotion Targets

a. Promotions to SIS-1 through SIS-3

In preparing their Annual Personnel Plans the Heads of
the Career Services and the Directors of RMS and CTS will establish
minimum annual promotion targets for entry into the SIS and promotions

of SIS members under their Carcer Service jurisdiction to SIS-2 and

SIS-3.
b. Promotions to SIS-4
OGIZDOcI v
The Qi amisnamsene Wil establish minimum

annual promotion targets to SIS-4. SIS-3 candidates for promotion to

SIS-4 will be solicited from the Senior Resocurces

Boards.

2. Competitive Evaluation for Promotion
[s7.X éDDGI )
a. The ; the ICS and & mssemisea Senior Resources

Boards will conduct competitive evaluations for promotions into or

within the SIS at least once each fiscal year to select the best
qualified candidates for nomination to the DDCI for approval.
b. Such competitive evaluations for promotion will be in

accord with merit principles as defined in Agency reoulations and baseld
o Pael

s~ 45
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upon Agency-wide wiform criteria and any special criteria established
for a Career Service as approved by the DDCI.

3. Procedures for Processing and Approvial of Recommendations
for Promotion

wiew All recommendations for promotion into the SIS and within

£ Ql&mQEWJiz Percasrel,
the SIS to_the SIS-3 level will be forwarded dmm the et

COMMENTARY
The above proposals are consistent with current policies and

Procedures oW

The above proposals are:

( ) APPROVED ( ) DISAPPROVED

Deputy Director of Central Intelligence Date

s-5¢
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SUB-SYSTEM 7

SENIOR INTELLIGENCE OFFICER DEVELOPMENT

Sub-System Content

This sub-system will contain the scope, policies, and procedures
for the devélopment of SIS members and those officers in the feeder
groups with potential for more senior responsibilities.

The Task Group offers the following basic proposals for considera-
tion for establishing a broad based development program for the SIS:

A. Pumpose of Instituting a Senior Intelligence Officer Developmont

Program

The purposes for instituting a formalized system for the
planned and systematic development of the Agency's senior level officers
and selected individuals in the "feeder groups'' for future assignment to
senior level responsibilities are: to expand and enhance their

ord. [

>,
managerial «ese’substantive knowledge, skills and capabilities to ensure

that the missions and functions of the Agency at-large and the specific

missions and functions of are carried
out in the most competent and effective manner possible; and to assist
and encourage individuals to realize their fullest potential as

professional officers, whether they be managers or non-managers.

B. Scope of the Senior Intelligence Officer Development Program

1. The Agency Senior Intelligence Officer Development
Program will be incorporated and administered as an integral element
of the vmmss SIS system.

‘2. All SIS members will participate in formalized develop-

mental programs to the extent considered appropriate by senior Agency

managemrent.
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C. The General Structure of the Senior Intelligence Officer
Development Program

022 $T5-% anal. o Jimuul 3upknatauﬂ%t-
ﬂyﬂﬂl’/ D&::L' In recognition of the dlfLerent development requiremefits

e With senior management at the Agency leyel qnd those a

/ SIS~ Lewel
the Directorate level, the SIS Officer Development Program/lsmess 'ff"‘““ will &s

organized in 7o basic sub-programs, each structured as to the level
of SIS members to be included and tailored as to substantive content
as appropriate to the needs of the Agency, identified future staffing
and skill requirements, and the SIS members themselves.

The principle features of these sub-programs are:

— Sub-Program I - SIS-4 Level (Gs--lszﬂm ‘gs-aﬂgas-:z)

The DCI/DDCI will establish officer developmental requirements,

planning and actions pertinent to 5IS-4 level officers and selected SIS-3
Fewritten | officers identified as having the potential for future SIS-4 level status
and assignments. The Heads of Career Service will administer and implement

developmental plans for their SIS-4 and the selected SIS-3 carecerists
according to the instructions of the DCI/DDCI. These prescribed requirements
would include such things as:

Prem—

(1) Developmental planning and actions for current
SIS-4's designed to enhance their credentials
in carrying out their cufrent functional
responsibilities and to expand their qualifications
as the candidate "pool" for future consideration
by the DCI/DDCI for SIS-5 level responsibilities.

tification by the O/DDCI Senior Resqu

Board of numerical ti = =~ roiccted for three

@l yoars -- of SIS-4 replacement requite s

oY
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w S1zed ”pool” of selected SIS-3

level OfficeTs Stk 0T

selective developmsntal assignments and training.

Maintenance of records on theidevelopmental

fgsu

procvzan which includes the identity of all STS-Y amdl
éﬁiiii-i'ﬁf eder'’ officers and thepndevelopirenta
assignments and training planned.

Sub-Program II - SIS-1 Through 3 Level

This sub-program will be administered by the ICS and

CIA Senior Resources Boards and will

encompass the developmental requirements for SIS-1
through SIS-3 level officers (both managerial and non-
managerial); selected officers within pre-SIS "feeder
groups'', and the projected staffing and skill require-
ments primarily associated with each Directorate per se.

The SIS-1 through 3 developmental requirements are
composed of a mix of both managerial and non-managerial
requirements that must be addressed in different ways.

The GemesmEerweees Scnior Resources Boards, therefore,
must establish two focuses within their developmental
program.

One which concentrates on meeting the "managerial

™

needs of the Career Service itself but which

59
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complements the Agency at-large program requirements
and secondly, and of equal importance, a focus on

recognizing and meeting the non-manager spec1311:t

A o-a’z{a_mma)

(e.g., Senior Analysts Operations Officers’s

requirements and enhancement of the substantive
expertise associated with the particular missions

and functions peculiar to each of the Directorates and
the ICS.

To meet Ezise two facets of requirements, the

—~

CC

Boards must establish

two development ''tracks' which will resemble each other
in terms of structures and mechanics but with different
substance, criteria and emphasis in the content of the
operating progranms.

In the context of the above the principle features

of this sub-program will include:

(1) Developmental planning and actions for
SIS-1 through 3's and a selected feeder pool
along the same conceptual lines as the Sub-
Program I.

(2) Unlike Sub-Program I where a relatively few
position requirements are involved and specific
targets for future replacements can be specified,
Sub-Program IT with its greater volume and

variety of requirements lends itself to a more
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generalized approach to groupings of ''types"
of projected requirements and a broader band
of people being developed according to a more
general rather than highly individualized plans.
(3) Maintenance of records and periodic reports to
the DCI/DDCI on the status of the developmental
program would be required.
(4) All Sub-Program II's would be subject to periodic
review and evaluation according to instructions

by the DCI/DDCI.

COMMENTARY
The present CIA Executive Development Program (i.e., the PDP) by
intent hds been directed at only a small segment of the Agency's SG
population and is designed to provide a 'manager development' system
with emphasis on the development of selected GS 13-15 officers to meet
future GS 16-17 managerial requirements.
In order to more effectively meet the needs of the Agency and to

fully complement the e SIS System, the Senior Officer Development

Programs must be expanded and tailoved to meet all SIS level needs (with

szs-?

recognition thatASIS-5 and SIS-6 levels will be personally
by the DCI/DDCI). Approval of the basic concepts presented for this
sub-system will permit the further development of the extensive

administrative details required for a fully operational program.

6l
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The above proposals are:

( ) APPROVED () DISAPPROVED
Deputy Director of Central Intelligence Date
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SUB-SECTION 8

ADVERSE AND OTHER ADMINISTRATIVE ACTICNS

Sub-System Content

This sub-system covers the general procedures to be followed in
disciplinary actions; in remedial, probationary and removal actions
based on performance and in grievances.

The Task Group precposes that:

(a) In cases of disciplinary actions, current procedures

CONTLNUE gwwieion

(b) In cases of performance deficiencies whﬁh must be based

on Performance Appraisal Prccedures:
(1) Initially,
MmAm%mg, remedial action to be taken and establishing

e Senior Rescurces Boards recommends £a 2fo

time frames for improvement.

(2) If initial remedial action does not correct the defici'encies )
. o the Repaits, Diectan,,
Resources Board reccnmendsA in wtiting,

a specific probation period as a last chance effort to

help improve the performance.

(3) 1If the above steps fail, the case is submitted with full

for removal

documentation t0 the e

consideraticn either from SIS or the Agency? 2he DC'-I/DMI.

(4) e mepmmer———————x 071tOTS all cases in all

stages.
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(c) Grievances can take a nuiber of forms such as dissatisfaction
with performance ratings, with not receiving performance awards,
with not receiving high enough performance awards or with

remedial, probationary or removal decisions. The basic rules

set forth in Grievance

Systems generally apply, wume

S members are expected to seek resolutions to grievances

rvice (or Directorate) level, SIS members may appd™

DDCI whose decisions will be final.

COMMENTARY

More detailed procedures will need to be developed if the above
general ones are approved in order that actions described can be taken
fairly, quickly and in the best interest of both the SIS member and the |

Agency.

The above proposals are:

( ) APPROVED () DISAPPROVED

Deputy Director of Central Intelligence Date

o6
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SUB-SYSTEM 9

'EVALUATION OF THE SIS SYSTEM

Sub-System Content

This element will define the responsibilities and processes of
periodic menitoring of the effectiveness of the SIS operating program,
adherence to policies and scheduled reporting to the DCI/DDCI to permit
evaluation of the management of the SIS program.

The Task Group proposes that:

1. The Office of Personnel's Personnel Management Evaluation
Staff be charged with the development of an SIS Program Evaluation
Plan end carry out periodic reviews and evaluations of the SIS operating
program. Such reviews and evaluations will include the Senior
Intelligence Officer Development Program.

2. That reports of these periodic reviews and evaluations

be provided the DCI/DDCI.

COMMENTARY

None.

The above proposal are:

() APPROVED ( ) DISAPPROVED
Deputy Director of Central Intelligence Date

Jiligfﬁ:
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SUB-SYSTEM 10

INITTAL PUBLICITY AND ORIENTATION

Sub-System Contents

This sub-system would provide for the initial publicity and
orientation necessary for executives to understand the &mes Senior
Intelligence Service system and to make personal decisions on joining.
In addition, it will provide an understanding of the system to support
personnel and their roles relative to its administration.

The Task Group proposes the following steps to meet the above
objectives:

(a) Develop and publish a Senior Intelligence Service
booklet summarizing major provisions of-ﬂﬁg program.
This booklet is envisioned as containing general
information for all interested employees, executive
and otherwise.

(b) Develop and publish a series of articles for the
DDA Exchange covering the Senior Intelligence Service
along with other Civil Service Reform Act provisions.

(c) Script and produce a video tape and/or slide show
directed specifically to prospective SIS members
portraying the provisions and effects of the new
system on them.

(d) Orient SIS members cn the content and application of
the revised Perforimance Appraisal System in the SIS

context.
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(e) Brief support elements (e.g., persomnel, finance,
and training officers) on the SIS and relate to
their roles.
(f) Write and publish Agency notices on variocus aspects
of initiating the SIS and subsequent changes.
Longer range training and orientation for current and future executives
is considered under the Scnior Intelligence Officer Development

Program (see Sub-System 7).

COMVENTARY

It is of the upmost importance that all those employees who are
directly affected by, or in support of, the Senior Intelligence Service
system understand it fully. The thoroughness with which this is done
may well determine the degree of support, acceptance and, even, success
the new system will attain. The style and professionalism of the
various presentations, therefore, should be of the highest quality.
The above undertaking will impact heavily on initial (but tempcrary)

manpower requirements.

The above proposals are:

( ) APPRCVED ( ) DISAPPROVED
Deputy Director of Central Intelligence Date
hecd

4
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SUB-SYSTIM 11

REGULATIONS AND PROCEDURAL GUIDE

Sub-System Content

This sub-system provides for the development and/or revision and

publication of regulations, handbooks and procedural guides necessary

to the implementation and continuing administraticn of the Senior
Intelligence Service System,
The Task Group proposes the following steps to attain these
objectives:
A. Write regulations on the poiicy, structure,
responsibilities, authorities and cperating
procedures of the «= Senior Intelligence
Service and coordinate as appropriate.
B. Search existing regulations and procedures
{e.g., finance, personnsl) to recommend
appropriate revisions or deletions and to
insure consistency among regulations.
C. Develop handbooks and procedural guides on the
operational details of the SIS for use by
managers in administering the program and by
support personnel in accomplishing the

administrative details.
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COMMENTARY

The actual development for publishing any of these materials
obviously cannot commence until the specifics of the SIS program are
approved. This undertaking will impact heavily on initial (but

temporary) manpower requirements.

The above proposals are:

( ) APPROVED ( ) DISAPPROVED

Deputy Director of Central Intelligence Date
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